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Positions, Numbers, Arguments




About the Factbook Diversity

Would you like to know more
about diversity in the context of
business culture? You are
looking for current numbers on
this subject? Or even concrete
examples of how companies and
institutions implement diversity?

The Diversity Factbook offers
first steps and the most important
facts. If you would like to know
more, we have provided further
detailed information for you.
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Current information on studies
and research related to diversity
can be found here:
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You will find more information
about the 8t German Diversity
Day on May 26th, 2020:
www.deutscher-diversity-

tag.de/en

Since 2018 the DIVERSITY
CHALLENGE competition for
young professionals has been
taking place. Sign up for our
newsletter to be informed about
the upcoming dates in 2020!

Please send any suggestions to
presse@charta-der-vielfalt.de.



https://de.linkedin.com/company/charta-der-vielfalt
http://www.charta-der-vielfalt.de/
https://twitter.com/ChartaVielfalt?ref_src=twsrc%5Egoogle%7Ctwcamp%5Eserp%7Ctwgr%5Eauthor
https://www.charta-der-vielfalt.de/en/projekte/deutscher-diversity-tag/
mailto:presse@charta-der-vielfalt.de
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1. What is Diversity about?
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1.1. The concept of diversity

Diversity means variety -

Science defines the term diversity in numerous ways: variety,
diverseness, multiplicity, and others.

D |Ve rSty In relation to the business context of companies and institutions,
the term is used to refer to the similarities and differences of
the workforce based on individual personality traits as well as

- lifestyles choices.

Diversity includes both visible and invisible characteristics,
those determine individual opinions, perspectives, attitudes and
thus the actions of people.
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Core dimensions, external & organisational dimensions camans O [Q

When looking for differences and similarities between people, six
core dimensions can be found that are most associated with the

Religion &
Worldview

Gender & personality of an individual: the inner diversity-dimensions.

Gender-specific

identity

Phr¥1seirf{aalllor PERSONALITY . R . . .
disabilities Diversity management further includes external dimensions,
such as social background, marital status, work experience,

income or leisure behaviour, and others. Further organisational

Ethnic

el 2 : . ) :
N dimensions can be added: union membership, department, work
content / fields, and others.

The complete diagram can be found here: https://www.charta-der-vielfalt.de/en/understanding-diversity/diversity-dimensions/
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Gender & Gender-specific identity oo S 1A

Which gender someone identifies as, does not only depend on their
biological gender, but also on their gender identity. It is an advantage for
the organisations, if inclusion is practiced by giving same chances and
possibilities to all variations of identities and genders. Only those who feel

accepted as human beings can fully live up to their potential. This can be
best achieved in a work climate of unprejudiced acceptance.

GENDER & It is necessary to identify filters in human resource policies that cause the
CISNIDISEEILEOIZON g ass ceilingd phenomenon. This mea
IDENTITY to hold top management positions. Men should have equal access to family-

friendly time models.

Example: Kafer GmbH und Co., METRO Group
Background information and studies
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Gender & Gender-specific identity caotese O QY

9 5 /0 of companies select women as (

the main focus group of their diversity Diversity-measures gender
implementations and 80 % exclusively focus on (examples):

policies for women.
0 Recruiting and promotion should be

gender-neutral

Gender-Pay-Ga
y-oap 0 Mixed-gender teams (at least 30 %

0
T e e g penor men
' . . 8 aHa%ement training with a focus on
to the fact that women receive a lower salary in

equivalent jobs and work more often than men in \ unconscious-bias /
poorly paid jobs.

Source: Roland Berger Strategy Consultants (2012): Diversity & Inclusion
Tagesschau (2019): Wie hoch ist der Gender Pay Gap wirklich?
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People of different ages can learn from each other iQl

L | Wt e

(e}

Life expectancy is increasing in most countries around the world, while the
popul ation in Germany is shrinking.
for organisations in Germany, especially because of demographic change.
Currently up to five different generations are working together - therefore it
IS necessary to support human resources for a more effective
intergenerational teamwork. The challenge is to retain experience and
professional knowledge of employees through knowledge management and
lifelong learning, as it has to be constantly renewed (professional knowledge
is out of date within 2 to 10 years).

It is important to take advantage of the opportunities based on knowledge
of employees of different ages and to maintain employee performance until
retirement.

Example: Daimler AG, Deutsche Bahn AG
Background information and studies: Dossier: JUNG 1 ALT i BUNT
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People of different ages can learn from each other

+82 %

Between 2006 and 2017, the employment 6V9f3ity-measures age
rate of 60 to 64 year-olds rose by 28 %, (examples):
from 30 % to 58.4 %.

0 Set up age-appropriate working
conditions

0o Conduct mentoring or knowledge transfer

programmes

Offer flexible working models

0 Bring mixed-aged groups of colleagues
together in teams

Q Introduce health management /
Source: Statistisches Bundesamt (2017): Erwerbstétigkeit alterer Menschen nimmt

immer weiter zu, Arbeitsmarkt (2018, S. 364).

o
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Employees are more motivated when their sexual et
orientation and identity are accepted

Whether bisexual, heterosexual, homosexual or queer - an open working
atmosphere with regard to sexual orientation and gender identity means that
employees do not have to hide an important part of their personality.

Applicants see LGBTIQ engagement as an indicator for the openness of
the business culture. In many companies the invisible dimension of sexual
orientation is made visible through networks.

SEXUAL LGBTIQ: The six letters stand for lesbian, gay, bisexual, transsexual,
ORIENTATION & intersexual and queer.
IDENTITY

Example: Deutsche Bahn, BTU Cottbus - Senftenberg
Background information and studies
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Employees are more motivated when their sexual
orientation and identity are accepted

12 %

of all homosexuals appear openly gay in / _ _ _
professional life. Dlver5|ty-measures sexual orientation

(examples):

0 Initiate LGBTIQ-networks

o Equal partnerships (e.g. retirement
benefits, free account management)

o Carry out general surveys to identify
possible discrimination

o J

Source: Volklinger Kreis (2015): Diversity Management in Deutschland
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Clever minds from diverse nations, cultures and ethnic e
groups reach a new audience

Bringing people from diverse cultural backgrounds together as a team is an
important challenge for organisations in the competition for customers,
markets and clever minds.

A
G The language and culture skills of the workforce can be the key to new

markets. In this way, new customer groups can be addressed, new talents
can be won. Even the attractiveness of the company for investors can be
increased at the stock market. An impartial work environment is a
necessary requirement.

ETHNIC ORIGIN &
NATIONALITY

Example:
Berliner Wasserbetriebe, Robert Bosch GmbH

Background information and studies
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Companies benefit economically from diversity nma: 95 QS

43 %

Companies with an ethnical and cultural /Diversity—measures ethnic origin &
diverse board of directors raise the nationality (examples):
probability for higher profits by 43 %.

Form diverse teams

Prepare executive managers

Offer intercultural trainings

Initiate intercultural networks

Introduce Tandem-Culture-Dialogues
Promote job opportunities internationally

Q Promote language training j

In addition, diverse teams can better

0]
0]
0]
address new profitable markets. 0
0]
0]

Source: McKinsey&Company (2018): Delivering through Diversity

Charta der Vielfalt e.V.| Factbook Diversity | April 2020


https://www.mckinsey.com/~/media/McKinsey/Business%20Functions/Organization/Our%20Insights/Delivering%20through%20diversity/Delivering-through-diversity_full-report.ashx

© @ ® DEUTSCHER
© ® @ DIVERSITY

1.2. The Diversity Dimensions sa@ | C

charta der vielfalt

Focus on talent L

People with physical or mental disabilities are often equated with reduced
productivity in the work process.

Diversity measures can help to focuson talentr at her t han e mp|
deficits. Especially, in times of demographic change, this is promising - and

[ very much needed.
g’ ‘ It is about optimising the work processes in organisations, for example

through barrier-free workplaces. The change in performance in different
phases of oneds |ife and the thereby
=IEAAS (O7A\NeIx8VI=I\\B adapted to the respective capabilities play a significant role.

DISABILITIES

Example: AfB gemeinnutzige GmbH, SAP SE
Background information and studies
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https://www.charta-der-vielfalt.de/diversity-leben/best-practice/zeige/beschaeftigte-mit-behinderung/
http://www.charta-der-vielfalt.de/diversity/best-practice/portraits/beschaeftigte-mit-behinderung.html
http://www.unternehmensforum.org/fileadmin/PDF-Dokumente/aktionsplan_sap.pdf
https://www.charta-der-vielfalt.de/fileadmin/user_upload/Studien_Publikationen_Charta/Jung_Alt_Bunt.pdf
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Focus on talent

1von 9

10.2 million people in Germany have a physical or (Diversity-measures physical or
mental disability, 7.5 million of them are severely mental disabilities

disabled. Hence every ninth person has a disability | (examples):

and every eleventh has a severe disability.

0 Set up barrier-free workplaces

o Cooperate with organisations focussing
on disability

0 Support young people with severe

disabilities during their education

Promote specific talents of all people j

Although, on average the unemployed who are
severely disabled are somewhat better qualified
than the unemployed who are not severely
disabled, they often have worse prospects on the Q

job market.

DiverSophia (2016): Der Diversity Monitor mit allem Wissenswerten rund um Vielfalt.
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Respect for different religions oo S IQUTES

Employees have diverse religious beliefs and worldviews. Employers should
have an understanding and respect for religious traditions and practices
as they are an important expression of personality.

{:} % '|' 7]( @ &'0 ﬂ G Therefore, the aim is not to convince employees of religious points of view,
but to take into account the different religious customs or worldviews in the

team.

RELIGION &
WORLDVIEW

Example: Fraport AG
Background information and studies
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Respect for different religions

DHETXQYIRC

73 %

Three quarters of the signatories who took part in
the survey still see a need for action to make
religion a visible dimension of diversity. On a
national scale, less than half of all companies
agree.

/Diversity—measures religion &
worldview (examples):

o Consider religious holidays, e.g. when
planning vacations or important
meetings

o Adapt the canteen offer to different
religious customs and tastes

0 Set up multifaith spaces

Q Use a cross-cultural calendar /

Source: Charta der Vielfalt und EY (2016): Diversity in Deutschland. Studie anlasslich
des 10-jahrigen Bestehens der Charta der Vielfalt.
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1.3. Historical development

From the United States to Germany

0 The process of recognising diversity in the
society began in the United States in the
1960s.

0 The concept of diversity has evolved from
civil right-, homosexual- and feminist-
movements which protested against
discrimination and called for more equal
opportunities.

0 From the mid-1980s, the concept of diversity

acquired an economic as well as a political
function.

Source: Kaiser-Nolden, Eva (2008): Diversity Management im Internationalen
Vergleich. In: Die Beauftragte der Bundesregierung fur Migration, Flichtlinge und
Integration (Hrsg.): Vielfalt als Chance.
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The United States legally strengthens equality

1964: Discrimination based on skin colour, religion,
gender or origin is prohibited in public institutions,
the government and the working environment.

1965: Companies that apply for public mandates can
not discriminate anyone on the basis of their
gender, skin colour, origin, disability, race, age and
sexual orientation. The implementation of supporting

minorities becomes mandatory (e.g. through /

@ession rate).



http://www.way2vision.de/Publikation-VielfaltalsChance.pdf
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1.3. Historical development
1990s: The idea of diversity comes to Germany

&

Large American corporations, with locations in The first professional articles on diversity
Germany, import the concept of diversity. management are published and conferences take
place.

Pioneers are companies such as IBM, Ford,

Mc Donal dos, P&Rackarhd He wl el Germany, itis primarily Deutsche Bank,
Lufthansa and Daimler that are the first to focus on
diversity management.
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2. What is Diversity Management?
Diversity Management as a factor of success seiess S |

Recognising, promoting and appreciating the diversity of the
workforce as a success factor - and thereby increasing
E " economic success - is the basic idea of Diversity Management.
Diversity y Manag

The aim is to align (human resource) processes and structures of

I\/I aln« Ne Nt organisations in such a way that all employees are valued and
motivated to use their potential for the benefit of the organisation.

The diversity of staff should affect all business areas and be
usable for sales markets, customer groups, products, suppliers
and other business partners.
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2. What is Diversity Management?
Diversity and inclusion go together et

Diversity within the workforce is already recognised as an asset
by a large number of employers. But how can you further value
diversity along the organisational goals and promote and

D|Ve rSIty include them more effectively?

& |n SIOIN  "Inclusion” includes all measures that are intended to promote an
inclusive corporate and organisational culture. It is crucial, that
the focus is not on individual target groups, but on employees of
all diversity dimension. Diversity and inclusion therefore belong

together.
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2.1. The benefits of Diversity Management
Many arguments support Diversity Management

f Innovation: Diversity sparks. \
Diversified teams develop more creative ideas
and solutions. They bring together different
perspectives that often lead to faster results and
innovative products.

N J

f Marketing: Diversity attracts. \
Diverse workforces can better adapt to different
target groups and foreign markets. Every
customer needs a suitable counterpart.

(o]
O ,
©*00 -

L] | S
urch:

4 N

Staff: Diversity binds.
Companies and organisations that focus on
diversity increase their amenity towards
applicants and employees.

\_ /
f Costs: Diversity economizes. \

Diversity Management can minimise the leaves
of absence and labour turnovers (dismissals,
recruitment and new hires) when employees feel

- )

valued.
N %

Further Information: Charta der Vielfalt e.V. (2013): Diversity Management. Mehrwert fur den Mittelstand. KOFA (2016): Vielfalt im Unternehmen / Diversity Management.
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What makes Diversity Management successful? i 1/2 p— o

0 Binding corporate management: Diversity Management needs the support of the
corporate management level, that initiates the implementation (top down). Commitment
can be further verified by including the companies overall concept, the company values,
an employment agreement, a code of ethics and by signing the Diversity Charter.

0 Involved workforce: Ultimately, it is the employees who implement Diversity
Management (bottom up). This only works if they recognise advantages, can get involved
in the process and can give feedback (e.g. workshops, focus groups, networks, etc.).
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What makes Diversity Management successful? 1 2/2 et

0 Holistic diversity strategy: Diversity Management is not a compilation of individual
measures, but should be designed as a holistic strategy. It begins with formulating goals
and measures as well as milestone planning. Diversity Management is an ongoing
process of change; a cross-sectional task that affects all processes of the organisation
from human resources and sales to marketing.

0 Clear business focus: The Diversity Management strategy must be closely and clearly
related to the economic goals of the organisation and must not be considered as a
Separate topic.

0 Sufficient capacity: Diversity is not a sure-fire success. Human and financial resources
have to be scheduled.

Source: Charta der Vielfalt e.V. (2013): Diversity Management. Mehrwert fir den Mittelstand; Charta der Vielfalt e.V. & EY (2016): Studie-Diversity in Deutschland.
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2.2. Diversity Management pays off
More and more German organisations are promoting

diversity in their workforces

Charta der Vielfalt e.V.| Factbook Diversity | April 2020

3.500 companies and institutions have signed the Diversity
Charter, a self-commitment to diversity that originates
from economy.

On May 26, 2020, the Diversity Charter initiates the 8t
German Diversity Day, a nationwide campaign on
diversity where organisations can participate in form of
individual diversity activities.

In 2019, 700 organisations took part and carried out 2.500
activities. As a result, over 6 million employees were
reached.

All participating organisations can be found on the website.


https://www.charta-der-vielfalt.de/en/signing-the-charter/signatory-data-base/list/von-bis/9/
https://www.charta-der-vielfalt.de/en/signing-the-charter/signatory-data-base/list/von-bis/9/

2.2. Diversity Management pays off
More diversity in companies can reduce the skilled
labour shortage and losses in revenue

of the predicted skilled labour shortage in Germany
could be absorbed by human resource diversity in
companies according to the consultancy McKinsey.

According to the auditing firm Ernst & Young GmbH,
the loss in revenue of small and medium-sized
businesses alone is already 50 billion euros.

Source: McKinsey (2015): Why Diversity Matters - New research makes it increasingly clear that companies with more diverse workforces perform better financially.
EY Pressemitteilung (26.01.2017): Fachkraftemangel im Mittelstand spitzt sich zu T UmsatzeinbuRen von knapp 50 Milliarden Euro.
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Companies see measurable success in diversity it

of the signatories and 53 % of German companies
are convinced that the success of diversity is
measurable and visible.

80 % of companies know that it depends on the
voices from the workforce (employee surveys).

AHar d c rsuch as finanaial indicators are
generally considered more appropriate thanfi s o f t
ones with a stronger personal or qualitative

feedback component.

Source: Charta der Vielfalt und EY (2016): Diversity in Deutschland. Studie anlésslich des 10-jahrigen Bestehens der Charta der Vielfalt
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2.2. Diversity Management pays off
Companies see measurable success in diversity

German companies say: Diversity brings precise
advantages to the organisation.

With 77 % the number of signatories of the Diversity
Charter is even higher. However, the fact that 23 %
see no advantages through diversity can probably
be attributed to individual motives or compliance
with legal regulations.

Source: Charta der Vielfalt und EY (2016): Diversity in Deutschland. Studie anlésslich des 10-jahrigen Bestehens der Charta der Vielfalt.
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2.2. Diversity Management pays off
Diversity in management has been shown to have a
positive impact on the innovative capacity of companies

............

of companies see a participative leadership as
innovational.

For 62 % of companies, fostering a culture of open
debate is a key to success.

Four key diversity elements are essential: gender,
nationality, professional career path and industry
experience.

Source: Boston Consulting Group (2017): The Mix That Matters. Innovation Through Diversity.
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http://www.bcg.de/documents/file219352.pdf

2.2. Diversity Management pays off
Companies keep score of diversity in top management
levels

Companies are 21 % more likely to be successful
above average if women are represented in their
top management levels.

The effect is particularly visible in Germany: with a
high proportion of female managers, the probability
of above-average business success even doubles.

Source: McKinsey&Company: Delivering through Diversity (2018).; McKinsey&Company (2018): Neue Studie belegt Zusammenhang zwischen Diversitat und Geschaftserfolg.
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https://www.mckinsey.com/~/media/McKinsey/Business%20Functions/Organization/Our%20Insights/Delivering%20through%20diversity/Delivering-through-diversity_full-report.ashx
https://www.mckinsey.de/files/180124_pm_diversity-matters.pdf
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2.2. Diversity Management pays off
Diversity Management grants access to a new

customer base and new markets

of the more than 500 executives who were
surveyed from various industries and companies
worldwide, see diversity as an opportunity to gain
access to new markets.

This is a result of the "International Executive
Panel", which includes executives from the EZI
online community "Club of Leaders" in Asia,
Australia, Europe and North and South America.

Source: Egon Zehnder International (2012): The Leading Edge of Diversity and Inclusion. 11th International Executive Panel.
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https://www.egonzehnder.com/cdn/serve/article-pdf/1513691393-513a72c516711a6cbcd2c831a3a8662a.pdf?dl=1

2.2. Diversity Management pays off
Companies see diversity as a guarantee for the future sl innll

of signatories and German companies are certain:

Di versity helps to ensure
candidness and compliance. 77 % of respondents
think that diversity promotes innovation and

creativity.

Diversity Management therefore means to provide

for and securing the future. For example, 76 % of
companies in Germany want to make better use of

human resources.

Source: Charta der Vielfalt und EY (2016): Diversity in Deutschland. Studie anlésslich des 10-jahrigen Bestehens der Charta der Vielfalt.
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https://www.charta-der-vielfalt.de/fileadmin/user_upload/Studien_Publikationen_Charta/STUDIE_DIVERSITY_IN_DEUTSCHLAND_2016-11.pdf
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2.2. Conclusion:
Diversity Management increases corporate success

Diversity Management increases the
performance, motivation and innovative
capacity of employees.

A diverse corporate environment maintains
skilled workers and helps to attract new ones.

Diversity Management increases the economic
success of companies.

Diverse teams provide access to new markets
and customers bases through inter-cultural
skills and special know-how.
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Diverse companies are more flexible and can
react better and faster to new market
conditions.

Diversity Management ensures a sustainable
and versatile transfer of knowledge.

Diversity Management increases the
desirability of companies for potential business
partners and enables new ways of
cooperation.

For financial actors and investors, diverse
companies can appear more interesting and
even be rated higher.

Source: McKinsey & Company (2011): Vielfalt siegt! Warum diverse Unternehmen mehr leisten.; Delivering through Diversity (2018).
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https://www.mckinsey.de/files/Vielfalt_siegt_deutsch.pdf
https://www.mckinsey.com/~/media/McKinsey/Business%20Functions/Organization/Our%20Insights/Delivering%20through%20diversity/Delivering-through-diversity_full-report.ashx
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3. Diversity Management in practice

Best Practices

/ Managers with children

o The radio station Bayerischer Rundfunk

Gender &
Gender-specific
identity

ment programme.

participating in the programme.

exchange with other participants and the

possible adaptation of the programme in
&egards to childcare.

supports future managers with a develop-

0 A special focus is put on mothers-to-be and
participants with children. They are supposed
to have the same chances of successfully

0 Anindividual support package enables the

/

Source: Charta der Vielfalt e.V., Karriere mit Kind; Best Practice

37 Charta der Vielfalt e.V.| Factbook Diversity | April 2020

/Womenc“)s poweNin I

o To counter shortage of skilled
workers, IT service provider
ConSol increasingly hires
female professionals.

0 Flexible working hours and
individual solutions enable the
combination of family and
work.

0 The result: the share in women
and overall contentment has
increased. The return rate for

Kmothers is almost 100 %. j



https://www.charta-der-vielfalt.de/diversity-verstehen-leben/best-practice/zeige/karriere-mit-kind/
https://www.charta-der-vielfalt.de/unterzeichnen/unterzeichner-innen/zeige/consol-consulting-solutions-software-gmbh/
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Demography-oriented human resource policy
o The Thuringian space company Jena-Optronik focuses on demography-oriented staff
policy.
o Early measures, such as the introduction of a mentoring programme and the organisation of

knowledge transfer, can minimise the loss of knowledge due to the retirement of senior and
experienced employees.

o To stabilise and systematize these approaches, employees from the human resource
department and work council took part in a "training as a demographic consultant" and
received an abundance of new impulses.

o0 Examples of projects to promote the collaboration between generations are the "Project 55+"

k and the "Occupational Health Management". j

Source: Charta der Vielfalt e.V. (Hrsg.)/ JUNG i ALT i BUNT. Diversity und der demographische Wandel. Online-Dossier. Juni 2012.
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https://www.charta-der-vielfalt.de/fileadmin/user_upload/Studien_Publikationen_Charta/Jung_Alt_Bunt.pdf

3. Diversity Management in practice
Best Practices

Metro Pride Network

o0 LGBTIQ employees can exchange, network
and look for support in the METRO Pride
network.

0 The aim s to reduce discrimination and
prejudice throughout the company and to
create a better and more open working
environment for everyone.

0 The increased job satisfaction has a positive
impact on performance and productivity

\_ S L

Source: Charta der Vielfalt e.V: METRO Pride i Mitarbeiternetzwerk;
Charta der Viefalt e.V: adidas, Werde Mitglied in einem vielfaltigen Team
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Sexual
orientation & Diverse HR at adidas
Identity

o Adidas is one of the most

LGBTQI-friendly companies in
Germany.

A collection specially
designed for the LGBTIQ
Pride Month attracts attention
and supports athletes to come
out.

The balanced gender ratio
aspired by adidas increases
job satisfaction, performance

and productivity. /



https://www.charta-der-vielfalt.de/diversity-verstehen-leben/best-practice/zeige/metro-pride-mitarbeiternetzwerk/
https://careers.adidas-group.com/life-here/diversity?locale=de
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e Teckentrup promotes
/ Diversity in the Hamburg E”,:I';'tfo?lr;ﬂ't; intercultural exchange
administration

0o The company Teckentrup
with 800 employees
consciously recruits
iImmigrants.

0 Therefore, awareness raising

0 The Hamburg administration aims to
increase the proportion of employees with a
migration background from 5.4 to 20 %.

o The goal was achieved with various advertising and policy arrangements are
campaigns, cooperation and events. necessary.

0 The Hamburg administration is now almost as o0 German classes, international
diverse as the entire city. As a total of 34% of sport groups and workshops
Hambur gbs popmigraion on as a promote intercultural

Qackground. j exchange.

/

Source: Charta der Vielfalt e.V.(2019): AWi r sind HamburidvelfaBfirst du dabei &
di e Ver wGharth denViefialt e.V. (2013): Dossier: Weltoffen= Zukunftsfahig?!
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https://www.charta-der-vielfalt.de/diversity-verstehen-leben/best-practice/zeige/wir-sind-hamburg-bist-du-dabei-vielfalt-fuer-die-verwaltung/
https://www.charta-der-vielfalt.de/fileadmin/user_upload/Studien_Publikationen_Charta/Weltoffen_Zukunftsf%C3%A4hig_CdV-Dossier.pdf

3. Diversity Management in practice

Best Practices
/ﬁAutism at Wo r 0O at

o The AAutism at Wor ko
launched by SAP in 2013
integrates autistic people into

/ Performance knows no handicap Disability

0 45 % of the employees from the social

enterprise AfB gGmbH are people with professional life and thus

disabilities. The focus is on the ability and counteracts the shortage of

skill set of the employees. skilled workers.

A three-year training programme is designed o MAutistic people can
° ee-year training p og.a : € S esigne under certain conditions, but they

for the needs of people with disability. need people who can help them
0 The strong growth and the opening of many from time to tine,ood

new locations shows that the strategy is manager Stefanie Lawitzke.

Source: Charta der Vielfalt e.V., Leistung kennt kein Handicap; SAP, Autism at work

paying off. 0 The fAAutism at Work?o
SAP is currently implemented at
kten locations in eight countries./
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